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Abstract 
Despite the growing research interest both positive psychology and positive organizational scholarship, the studies 
about collective energy at work remains nascent. In this study, we examine the role of collective energy (in the aspect 
of affective and behavioral) for enhancing group cohesiveness. Based on a sample of 127 service employees, our 
findings indicate connectivity is positively related to both affective energy and behavioral energy and both affective 
energy and behavioral energy is positively related to group cohesiveness. The study contributes the understanding the 
role of connectivity for enhancing energy in groups. The empirical findings of this study will lead to both scholars and 
practitioners to better understand collective energy within service industries. 
.  
© 2015 Published by Elsevier Ltd. Selection and/or peer-review under responsibility of the  International Strategic 
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“Energy is the fuel that makes great organizations run.” 
                                                                          Jane Dutton 
 
1. Introduction 
Employees face challenges such as working long hours, unpredictable task demands, and renewed technology in 
today’s dynamic, competitive and high pressure work places. Under these circumstances most of employees feel 
exhausted and require energy both engage their family and work. Energy help employees deal with chaos and foster to 
move. Additionally in today’s turbulent economy organizations need to creativity for surviving and prospering (Rego 
et.al,2012). Energy and vitality are the components of creative behavior (Atwater and Carmeli, 2009) and elevates 
employees desire to work harder. Besides the amplifying role of energy, buffering role of energy is essential in 
organizations especially downsizing or economic crisis. Moreover from the positive organizational scholarship 
perspective energy can be handled in aspects of broaden and build theory. In line with Fredrickson’s broad and build 
theory (2001) energy broadens employees momentary thought action and builds their enduring personal resources. The 
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effect of positive energy spread through the organization, foster to learn among co-workers and create important work 
outcomes.   
The present study also investigated the quality of connections among group members. Connectedness is rising in 
the twenty-first century more specifically and organizational research shifting individualism to collectivism. In recent 
years, scholars give attention to partnerships, networks, high quality connections, community and stakeholder 
negotiation rather than competition and reductionism (Pavlovich and Krahnke, 2012). This study aims to contribute 
organizational researches by examining connectivity among group members facilitates creating and spreading 
affective and behavioral energy. 
Accordingly, the paper is structured as follows. First, collective energy is examined. In this section, the concept of 
energy and collective energy –affective and behavioral-is investigated. Second, the relationship between connectivity 
and -affective, behavioral- collective energy is explained. Third, the association among collective -affective, 
behavioral- energy and group cohesiveness is investigated. Then, the empirical results are provided. Lastly, 
suggestions for future researches and information for practitioners are presented.  
2. Literature Review and Hypotheses  
2.1. Collective Energy 
 
In recent years scholars emphasize positive work places, positive emotions, positive states, positive institutions and 
positive relationships among coworkers rather than negative psychological state. After the interest to positive 
psychology and its reflection on organizations positive organizational behavior and positive organizational scholarship 
much concept and positive states or emotions has been investigated however interestingly energy construct has been 
neglected. Although organizational scholars benefit the energy term, they do not define, it is not clear that what 
exactly energy is and there is no agreement conceptualizing or measuring validated energy. Additionally there is 
nascent empirical study about energy.  
Interest in energy goes back to work ancient Asian cultural traditions (Cole et.al,2012). Energy is widely talked and 
experienced in daily lives however it is also different from common usage. In organizational studies energy is a 
renewable resource and contributes both individual and organizational outcomes (Spreitzer et.al, 2005). Work places 
allow to employees both generate and deplete energy.  
Spreitzer et.al. (2012) investigated energy through using different lenses. The first view is “Ego-depletion Theory”. 
Ego-depletion theory is proposed by social psychologist Baumeister and his colleagues (1998). According to the 
theory, energy is a physical and biological construct and energy is a limited resource. The empirical studies about 
theory mostly investigated in laboratories rather than organizational contexts. The second perspective is attention 
restoration theory (ART). The theory is proposed by environmental psychologists Steven and Rachel Kaplan (1989). 
The theorists advocate that energy is finite and depletable. Attention restoration theory differs from Ego-depletion 
theory via examining energy as directed attention. The empirical studies in the workplace about attention restoration 
theory demonstrate the positive effects of energy. The third theory is self-determination theory and identifies energy as 
subjective vitality which refers enthusiasm, aliveness and positive energy. The fourth view is namely energetic 
arousals. Energetic arousal constitutes feelings of enthusiasm, excitement and vitality. Energetic arousal is 
conceptualized as positive activation. The fifth perspective is interactional ritual chain theory. The theory is based on 
sociology and is conceptualized energetic arousal, subjective vitality or positive activation. Interactional ritual chain 
theory focuses specifically on social structure and social cognition. The empirical studies conducted in organizational 
scholarship indicate the relationship among energetic arousal with creative outcomes, entrepreneurial passion, mood 
convergence and emotional contagion in groups. The last view is conservation of resources theory. The theory is based 
on psychology; however it is used on organizational researches frequently.  
In organizational studies Katz and Kahn (1966) used energic term in their study. Specifically development of positive 
organizational scholarship research fosters using energy in organizations. In organizational researches many concepts 
encompasses energy such as job engagement, subjective vitality, zest thriving and momentum.    For example Rich et. 
al. (2010), suggested that job engagement encompass physical, cognitive and emotional energy. Job engagement 
combines three of them in a holistic manner. Subjective vitality refers individual energy and aliveness (Ryan and 
Fredrick, 1997). Both psychological and physiological factors impact vitality and lead to positive consequences such 
as well-being. Zest is identified as energy and shows a person’s approach to life (Peterson et.al.,2009). Peterson et. al. 
(2009) investigated the role of zest in work places and demonstrated empirically the positive association between zest 
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and work satisfaction. Thriving at work has also been discussed in the organizational literature. Thriving consist of 
vitality and learning. Through thriving organizations combine energy and learning behaviors (Spreitzer,2005). 
Momentum implies one’s focused energy, encourages to organizational change and has a positive effect of goal 
attainment (Jansen, 2004).   
Beside this, energy is an important component of crisis management. Organizations handle with burnout and 
exhaustion via energy. Energy provides broaden perspectives, allows to see new possibilities. Specifically in the 
transformational and radical change process management can energize.  
In this study we focus on collectively experienced emotional and behavioral energy through following Cole et.al, 
(2012) and its relationship among cohesiveness.   
 
2.2. Connectivity and Affective and Behavioral Energy 
 
To test the link between connectivity and collective energy, we adopt the concept of connectivity from high quality 
connections theory between and among group members (Dutton and Heaphy, 2003). Connectivity is one of the aspect 
of high quality connections and refers to the degree of openness and generativity. The central premise behind 
connectivity is that employees feel comfortable to open themselves new approaches, new perspectives and new 
opportunities. Connectivity enables to gain new information from several sources and provides new opportunities for 
growth. 
 Connectivity has important role especially replenishment of energy in work places. For energizing employees at work 
interactions with others are critical. In her important study of energize your workplace, Dutton (2003) explain the role 
of high quality connections to create energy among workers. For example, connectivity in relationships allows 
employees to be authentic and to be more flexible (Dutton,2003).  Willingness to learn new information and pursue 
novel ideas allow to employees feeling alive and fully functioning (Kark and Carmeli,2009).  
The characteristics of connectivity, -opening to new ideas among coworkers, new comers, customers and utilizing new 
opportunities- are key mechanisms for enhancing collective energy in organizations. For example, connectivity among 
group members enable to feel psychological safe to discuss thus generating new insights (Carmeli et.al.,2009). Under 
This safety work environment we expect that employees will reveal more energy. As Quinn (2007) emphasized, it is 
expected that the more quality of the connection create the more energy. Therefore, connectivity is expected to reveal 
affective and behavioral energy among group members. Thus, a positive relation between connectivity and affective 
energy and a positive relation between connectivity and behavioral energy is suggested. 
 
H1: Connectivity is positively related to affective energy. 
 
H2: Connectivity is positively related to behavioral energy.  
 
2.3. Energy and Cohesiveness 
 
Researchers have paid significant attention to team-based work structures in contemporary service sector. Accordingly 
organizations require effective and successful team management. One of the important component of effective 
teamwork is cohesiveness (Wendt et.al.,2009). Cohesiveness is one of the intriguing topics in organizational behavior. 
There is inconsistency among definitions of cohesiveness and there is lack consensus on a definition of cohesiveness. 
Riordan and Weatherly (1999) synthesize and extend definition and they defined cohesiveness as “the degree to which 
individuals believe that the members of their work groups are attracted to each other, willing to work together and 
committed to completion of the tasks and goals of the work group”. The cohesiveness of work group involves 
solidarity, harmony and commitment within group members (Mudrack, 1989). Furthermore, few empirical studies on 
the antecedents and consequences of group cohesiveness exist (Wendt et.al,2009; Riordan and Weatherly,1999). 
Specifically past studies emphasized the role of leadership, culture and structure, personalized of group members, goal 
clarity for enhancing cohesiveness (Wendt et. al,2009), we know less about the role of members behavior, emotions, 
moods etc. Energy facilitates cohesive relation among team members. For example, according to Quinn and Dutton 
(2005) energy has an impact on coordinated activities in groups.  Moreover, a number of studies (Kahn,1990;1992; 
Ashforth and Humphery,1995) show the positive relationship among coworkers emotional and behavioral energy and 
positive connections. Group members who are energized –affective and behavioral- are more likely to reflect strong 
ties and tightly coupled. Additionally, energized groups tend to desire to remain in the group and a sense of belonging.  
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As Cole et.al. (2012) demonstrated energized groups are committed to organization and its goals. On this basis, we 
investigate whether affective and behavioral energy is related to group cohesiveness. Accordingly we propose:  
 
H3: Affective energy is positively related to group cohesiveness. 
 
H4:  Behavioral energy is positively related to group cohesiveness.  
 
 
 
Research Model 
 H1 H3 
 
   
 
 
 H2 H4 
 
Figure 1: Conceptual Model 
 
3. Research Design 
 
3.1. Sample and data collection  
 
 In order to empirically investigate the proposed hypotheses, one hundred and twenty seven employees 
working in service organizations operating in Turkey Marmara Region were surveyed. Initially, 150 employees 
expressed interest in our study, but 15 did not complete the survey, 7 did not meet the requirements (i.e., work in 
manufacturing  industry). The data were gathered through the use of questionnaires distributed either via  e-mail or 
face to face interviews. The questionnaire was composed of four parts. The first part was designed to investigate the 
demographics of participants and the second section includes items to measure connectivity, the third part was 
designed to measure collective energy (i.e. behavioral and affective) and the last part includes items to measure 
cohesiveness. All participants in the survey are working under a supervisor. There are 62 women and 65 men in our 
final sample. Most of the participants (53,2%) had a master and PHD degree,  44,4 percent had bachelor’s degree.  The 
average age of participants was 26-35.  Average tenure at the service industry was 5-10 years and in the current job 
was 5 years. 
The questionnaire was prepared following an exhaustive literature review and all constructs were measured with 
existing scales. All items were measured on a five point Likert-type scale where 1=strongly disagree to 5=strongly 
agree.   
 
3.2. Measures  
 
 Behavioral and Emotional Energy: Behavioral energy and  was measured using four items adopted from Cole  
et. al. (2012). An example item is "People in my work group are working at a very fast pace".  Affective energy was 
measured with five items adopted from Cole et. al (2012). An example item is "People in my work group feel 
energetic in their job ". 
 Connectivity: Connectivity was measured by four items adopted from Carmeli et al. (2009). An example item 
is “We are always open to listening to our co-workers’ new ideas”.  
 Cohesiveness: Cohesiveness was measured by eight items adopted from Riordan and Weatherly (1999).  An 
example item is “In my work group, group members are very cooperative with one another”. 
 
3.3. Factor Analysis 
 
 The study carries out exploratory factor analysis of  to examine factor structure for the variables. Since the 
sample size in the study is inadequate to perform SEM analyses, hierarchical regression analysis in SPSS was used to 
Connectivity 
Behavioural 
energy 
Affective 
energy 
Cohesiveness 
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test the proposed hypotheses. Through hierarchical regression analysis the direct effect of connectivity and the 
mediating effect of affective and behavioral energy on group cohesiveness were tested.  
 For evaluating factor structure for the variables, varimax rotational, exploratory factor analysis in SPSS software 
was used. KMO (0,893) and significance value (p=0.00) shows that our sample is suitable for the hypothesis analysis. 
Since some items were below 0.50 or were having colliearity with more than one factor, and some factors contains one 
item, it is continued to perform factor analyzing by removing the items one by one till the  obtained ideal table. Factor 1 
represents connectivity items, Factor 2 consists affective energy items, Factor 3 includes behavioral energy and Factor 4 
consists of group cohesiveness items. The reliability of each scale was measured with Cronbach's Alpha which have been 
found above ,70 for all scales. Table 1 presents Cronbach's Alpha values, means, standard deviations and correlations. 
Cronbach's  Alpha values are shown using parentheses on the cross of the table. According to correlation analysis, all 
variables are correlated with each other as expected.  
 
Table 1: Mean, Standard Deviation and Correlation Coefficients 
 S.D MEAN 1 2 3 4 
1.Con ,84903 3,9528 (,808)    
2.AE ,99354 3,1622 , 502(**) (,946)   
3.BE ,80362 3,5630 ,438(**) ,605(**) (,716)  
4.GC ,85046 3,6181 ,542(**) ,555(**) ,561 (**) (,938) 
** Correlation is significant at the 0.01 level SD = Standard Deviation () = Cronbach’s alpha 
Con: Connectivity AE: Affective energy BE:Behavioral energy  GC: Group Cohesiveness 
3.4. Analysis and Findings 
To test our hypotheses, we performed a series of multiple linear regression models. In order to test the first hypothesis 
stating that “Connectivity is positively related to affective energy” regression analysis is performed. The results of the 
regression analysis showed that there is a significant effect of connectivity on affective energy (beta=,502; Sig=000). 
Therefore, first hypothesis is supported. For testing the second hypothesis that “Connectivity is positively related to 
behavioral energy” regression analysis is done. Results indicate, there is a significant effect of connectivity on 
behavioral energy (beta=,438; Sig=000). So our second hypothesis is supported. To test our third hypothesis stating 
that “Affective energy is positively related to group cohesiveness” regression analysis is performed. Findings indicate 
that the relationship between affective energy and group cohesiveness is statistically significant (beta=,339; Sig=,000). 
Therefore H3 is supported. For testing H4 “Behavioral energy is positively related to group cohesiveness” regression 
analysis is done. Results indicate that there is positive significant relationship among behavioral energy and group 
cohesiveness (beta=,356; Sig=,000). Table 2 indicates the results of the analysis.  
 
Table 2: Regression Analysis Results 
Independent Variables Dependent Variables 
Affective Energy Behavioral Energy Group Cohesiveness 
Connectivity ,502** F:42,149 
DW=1,778 
R2: ,252 
,438** F: 29,621 
DW=1,782 
R2: ,192 
 
Affective Energy   ,339** F: 39,242 
DW=1,761 
R2: ,388 
Behavioral Energy   ,356** F: 39,242 
DW=1,761 
R2: ,388 
Table columns contain standardized beta coefficients. “bold” values are significant. (**p<0.01, *p<0.05) 
DW: Durbin Watson value 
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4. Conclusion and Discussion  
 
In this study we answered the call to further investigate energy concept through positive organizational scholarship 
lenses. First, the findings of the study provide empirical evidence to previous literature that high quality connection 
has a positive effect on energy (Dutton, 2003; Quinn,2007). This study suggests that openness to listen co-workers 
new ideas, attentive to new opportunities increases the feeling of exciting, energetic, inspiring, and enthusiastic among 
co-workers to their job. Moreover, structural ties between members promote to work extremely long hours without 
complaining, working at a very fast pace and have attention of activities in work groups. In addition, this study 
contributes to the literature by analyzing the role of feeling energetic, alive, inspiring and fully functioning for 
cultivating team spirit among team members and cooperation among members. 
Collective energy is important in a work organization because of its link to group cohesiveness. Group cohesiveness in 
turn predicts individual and team level performance (Chang and Bordia,2001; Mullen and Copper,1994), innovation in 
teams and organizations (Mumford and Hunter,2005).  
On the basis of theoretical and empirical grounds, we find positive associations among collective energy and group 
cohesiveness. Future research can investigate the consequences in aspects of collective energy both external and 
internal outcomes. Through collective energy organizations may also stimulate other positive consequences beside 
group cohesiveness, such as, creativity, innovation, organizational performance, organizational commitment, extra-
role performance, job engagement and job satisfaction. Additionally, future research can investigate the antecedents of 
collective energy, such as leadership, positive emotions etc.. 
Future studies can investigate how to transform deenergize to energize individuals.  
Our study also sheds further light on why managers should create energetic workplaces. If employees have not energy 
for their work, they do their works with halfway or halfheartedly rather than feeling alive and activated. While 
energetic employees feel to devote time and concentrate on work, deenergize employees absorb all of the light both 
family and work life.  To create energy, management should develop meetings and reward or appreciate people for 
their success. Additionally, managers can encourage new comers to participate meetings and provides useful 
information such as e-mail or telephone list, for new employees to fostering future connections. Moreover, it is 
important for organizations create and transform energy among group members.  
We should also comment of our sample. The study was conducted in Turkey and employees work in national firms. 
The sample is from collectivistic country, future research should investigate the impact of energy on cohesiveness in 
individualistic countries.   
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